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Abstract
Turnover intention of employees is one of the critical issues especially in 
Manufacturing Sector. The turnover intention of employees has a negative impact 
on the organization if it is not been controlled. This research study was conducted 
at Panasonic Energy Malaysia Sdn Bhd, Kulim Kedah. However, the finding 
shows there is a backward trend which is downtrend in turnover rates. Thus, the 
research was to investigate the factors that contribute to the decreasing number of 
employees’ turnover intention in the Panasonic Energy Malaysia Sdn Bhd, Kulim 
Kedah. Questionnaire were distributed and the stratified random sampling method 
was used to analyze the 285 sample collected. The trends of turnover intention in 
the Panasonic Energy Malaysia Sdn Bhd, Kulim Kedah were analyzed by the 
research objectives findings that tested on four factors which are job satisfaction, 
working environment, monetary reward and leadership style.
Keywords
Turnover intention, job satisfaction, working environment, monetary rewards and 
leadership style
IV
T A B L E  O F  C O N T E N T S
CONTENT PAGES
CLEARENCE FOR SUBMISSION i
DECLARATION ii
ACKNOWLEDGEMENT iii
ABSTRACT iv
TABLE OF CONTENTS v
LIST OF TABLE viii
LIST OF FIGURES viii
LIST OF APPENDICES ix
CHAPTER ONE: INTRODUCTION
1.1 Introduction 1
1.2 Problem Statement 2
1.3 Research Questions 5
1.4 Research Objectives 6
1.5 Scope of Study
1.5.1 Time 7
1.5.2 Place 7
1.5.3 Level 7
1.6 Significance of the study
1.6.1 To increase the understanding towards employees’ 7 
turnover intention in manufacturing sector.
1.7 Definition of Terms, Terminology and Concepts
1.7.1 T umover intention 8
1.7.2 Job satisfaction 8
1.7.3 Monetary reward 8
1.7.4 Leadership style 9
1.7.5 Working environment 9
1.8 Conclusion 10
v
CHAPTER TWO: LITERATURE REVIEW & CONCEPTUAL 
FRAMEWORK
2.1 Introduction 11
2.2 Employees’ Turnover Intention 11
2.3 Factors that Lead to Employees’ Turnover Intention
2.3.1 Job satisfaction 13
2.3.2 Employee commitments 13
2.3.3 Organizational justice 14
2.3.4 Monetary reward 14
2.3.5 Leadership style 15
2.3.6 Employees motivation 15
2.3.7 Working environment 16
2.4 Variables related to Turnover Intention 17
2.4.1 Employees’ turnover intention 18
2.4.2 Job satisfaction 18
2.4.3 Working environment 20
2.4.4 Monetary reward 22
2.4.5 Leadership style 24
2.5 Hypothesis for This Study
2.5.1 Job satisfaction and employees’ turnover intention 26
2.5.2 Working environment and employees’ turnover 
intention
27
2.5.3 Monetary reward and employees’ turnover intention 28
2.5.4 Leadership style and employees’ turnover intention 29
2.6 Conclusion 29
CHAPTER THREE: RESEARCH METHOD
3.1 Introduction 31
3.2 Research Design 31
3.3 Unit of Analysis 32
3.4 Sample Size 32
3.5 Sampling technique 33
3.6 Measurement/Instrumentation
VI
CHAPTER 1
INTRODUCTION
1.1 Introduction
The term of “employee turnover intention” has been well known in business industry. 
Turnover has become the common issues in every organization all around the world 
especially in the manufacturing sectors. Due to the turnover, it brings a lot of negative 
impacts towards the organization and it makes die organization in the disadvantages 
side. Employee turnover intention has received much scholarly attention because 
turnover intention has been found to be associated with actual voluntary turnover 
(Lambert, Hogan, & Barton, 2001). Turnover intention refers to the final cognitive 
decision making process of voluntary turnover (Steel & Ovalle, 1984 as cited in 
Lambert, Hogan, & Barton, 2001). To explain, it is employees’ withdrawal cognition 
process where they have thoughts of quitting the job, intention to search for a job, and 
intention to leave (Carmeli & Weisberg, 2006). Turnover intention has been used as 
the dependent variable in numerous studies on employee turnover (Lambert, Lynne, 
& Barton, 2001).
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